Purpose of the Study: Given the policy shifts toward extended work lives, it is critically important to address barriers that older workers may face in attaining and maintaining satisfactory work. This article presents a scoping review of research addressing ageism and its implications for the employment experiences and opportunities of older workers. Design and Methods: The five-step scoping review process outlined by Arksey and O'Malley was followed. The data set included 43 research articles. Results: The majority of articles were cross-sectional quantitative surveys, and various types of study participants (older workers, human resource personnel/manager, employers, younger workers, undergraduate students) were included. Four main themes, representing key research emphases, were identified: stereotypes and perceptions of older workers; intended behavior toward older workers; reported behavior toward older workers; and older workers' negotiation of ageism. Implications: Existing research provides a foundational evidence base for the existence of ageist stereotypes and perceptions about older workers and has begun to demonstrate implications in relation to intended behaviors and, to a lesser extent, actual behaviors toward older workers. A few studies have explored how aging workers attempt to negotiate ageism. Further research that extends beyond cross-sectional surveys is required to achieve more complex understandings of the implications of ageism and inform policies and practices that work against ageism.
Since the mid-1990s, there have been marked policy shifts within many nations promoting the possibility and positivity of extended working lives (Phillipson, 2012; Walker, 2009 ). This promotion is often framed as an economic necessity, for societies and individuals, given population aging in concert with global economic crises (Mann, 2007) . For example, within a European Agency for Health and Safety at Work position paper, it was articulated that "better and longer work careers are urgently needed to finance and support the longer life of European citizens" (Ilmarinen, 2012, p. 1) .
Aligned with recommendations of the Organization for Economic Co-operation and Development (OECD, 2006 (OECD, , 2013 , policy changes within interrelated areas of pensions, retirement, and work encourage "productive aging" through providing incentives and flexible options for working longer, and discouraging early exit via penalties (Mann, 2007; Rigg & Taylor, 2005) . However, research indicates that becoming and being an "aging worker," particularly in full time, secure forms of employment, is not achieved with ease. For example, once displaced, older workers, often defined as persons aged 50 and older (OECD, 2006) , are more likely to experience longer unemployment and subsequently take on lower paying, lower skill work. As well, older workers are more likely to be precariously employed in part-time, entrepreneurial, or contract work (Biggs, 2014; Phillipson, 2012; Rigg & Taylor, 2005 ; Secretariat for Expert Panel on Older Workers, 2008).
In turn, researchers have turned their attention to personal and environmental factors, such as caregiving responsibilities and cultural and individual resistance to changing attitudes about later-life work, that act against extending work lives. In particular, ageism is often identified as a key barrier to attaining and maintaining work (Anderson, Richardson, Fields, & Harootyan, 2013; Berger, 2009; Duncan & Loretto, 2004) .
Ageism can be broadly defined as the "systematic stereotyping and discrimination against people because they are old" (Butler, 2008, p. 25) . Ageism refers to how negative beliefs, attitudes, assumptions, and stereotypes about age are used to implicitly and explicitly support discriminatory behaviors that marginalize older adults (Palmore, Branch, & Harris, 2005) . Although positive beliefs, assumptions, and stereotypes regarding aging may also exist and influence older workers, as with other forms of "isms," such as sexism and racism, ageism refers to intolerant beliefs that contribute to injustice and inequality (Aosved, Long & Voller, 2009 ). Much contemporary scholarship addressing ageism adopts a tripartite model addressing affective, cognitive, and behavioral components (Bal, Reiss, Rudolph, & Baltes, 2011) . There is also increasing attention to how ageism functions at various levels, from individual to institutional (Bodner, 2009) . For example, although state policy may prohibit employment discrimination on the basis of age, continued institutional practices that involve restricting training opportunities for older workers can be framed as discriminatory practices linked to organizational and employer beliefs, attitudes, and behaviors. In particular, older workers may be viewed as less trainable, flexible, and efficient, and as lacking necessary physical capabilities and technological proficiency (Chui, Chan, Snape, & Redman, 2001; Dennis & Thomas, 2007) . At the individual level, internalized ageism can occur when older workers internalize negative stereotypes, consequently eroding self-confidence and affecting their desire to pursue various employment opportunities (Loretto & White, 2006) .
As international bodies and government policies encourage people to work longer, practices aimed at supporting older workers should be informed by evidence regarding ageism. Consequently, this article presents a scoping review conducted to gain an understanding of the available evidence regarding the effects of ageism on employment experiences and opportunities for older workers. As a scoping review, it adds to previous reviews addressing ageism and older workers by including articles using a diversity of methodologies and addressing one or more of aspects of a tripartite model of ageism.
Design and Methods
A scoping review is a rigorous approach to mapping an area of research in relation to volume, nature, and key findings. This review approach enables a comprehensive identification of key trends in a field of research and aims to summarize existing knowledge and uncover gaps (Arksey & O'Malley, 2005) . The five-step scoping review framework outlined by Arksey and O'Malley (2005) , including defining the study purpose, study identification, screening process, data extraction, and collation and summarization of data, was enacted.
Study Purpose
The guiding question was as follows: What is known about the effects of ageism on work experience and opportunities for older workers? The purposes included understanding the key foci and findings of existing research on ageism and older workers, and identifying knowledge gaps.
Study Identification
During May 2015, a total of 63 terms related to the concept categories of older worker, ageism, and employment were used to search six electronic databases (CINAHL, Embase, Proquest Nursing & Allied Health Source, PsycInfo, PubMed, Sociological Abstracts). These databases were selected, on the basis of consultation with a university librarian, as the most likely to contain the majority of the nongray literature for the topic. Search terms were adjusted for each database to maximize comprehensiveness. To optimize reproducibility, a record of all search terms was maintained. To ensure rigor, all researchers attended a search strategies workshops, and two independent researchers searched each database. The researchers also consulted with a university-based librarian to address search methods and database selection.
Screening
Relevant studies were identified based on predetermined inclusion and exclusion criteria. Studies were accepted if written in English, published between January 2006 and May 2015, available electronically in full-text, peerreviewed, and focused on the employment or unemployment of older workers within the context of ageism. In accordance with Live Longer, Work Longer, a key international document informing aging and employment policies (OECD, 2006) , older workers were defined as those 50 and older. Given the importance of this OECD document in signifying an emphasis on promoting extended work lives, 2006 was also chosen as the starting point for selection. Articles were accepted if the mean age of respondents was 50 or older. Articles that employed younger participants to examine feelings, attitudes, and behaviors toward older workers were included if the study conceptualized older workers as those aged 50 and older.
In addition to excluding gray literature, exclusion criteria included articles that did not report research results, were not available in English, and were focused on barriers other than ageism. All studies discarded at each stage were recorded.
Two researchers independently searched each database to generate a list of potential articles. Similarly, two researchers screened all articles at the title, abstract, and full-text screening stages according to inclusion and exclusion criteria. A third researcher resolved 56 discrepancies between researchers, and the research supervisor reviewed three outstanding discrepancies. All relevant articles were then compiled into a database for article management and duplication removal.
After the full-text screening stage and a secondary review of all articles initially screened as "uncertain," 41 articles were found to be relevant. Two additional articles were subsequently added, one found through a hand-search of reference lists of included articles and one referred by an academic with expertise in the topic area. This resulted in a total sample size of 43 articles (see Figure 1 ).
Data Extraction
Data were extracted from all selected articles using a standard extraction template. Prior to any independent data extraction, a trial extraction was conducted in which all researchers and research supervisor extracted data from the same three articles. Extracted results were then compared, relevant changes to the data extraction template were made, and all aspects of the template were discussed to ensure a common understanding. Articles were then divided between the three researchers for independent extraction. In order to ensure congruence, a second researcher reviewed every fifth article. Once extraction was complete, all researchers reviewed all extraction tables and any discrepancies in data included in various sections were discussed and resolved.
Collation, Summarizing, and Synthesis
This final step involved a descriptive summary and thematic analysis. Thematic analysis was performed using an iterative approach in which the three researchers independently reviewed all extracted data and developed codes, categories, and themes. The researchers presented their themes to each other and the research supervisor. Similarities and differences among the codes, categories, and thematic groupings were discussed and final themes were constructed.
Results

Descriptive Summary
Of the 43 studies, 35 were quantitative in nature, 6 were qualitative, and 2 used mixed method designs (Table 1) . Eighteen studies took place within European countries, including two multicountry studies. The remainder were situated in North America (n = 10), Asia (n = 6), and Australia (n = 1), with six having undefined study locations and two being cross-national (United States and Thailand; United States and Australia). Twenty-eight of the studies were published after 2010, with 15 published between 2006 and 2010.
Studies varied in the age conceptualization of the older worker, although all fit within the inclusion criteria of this review (see Table 2 ). Twenty-four studies provided an explicit age-based conceptualization of older workers, whereas 19 studies did not. When articles did not explicitly state a conceptualization, the low end of the age range of study participants was interpreted as an implied definition. When explicit, older workers were commonly conceptualized as 50 or greater (n = 20).
Study participants largely included older workers (n = 23), human resource (HR) personnel (n = 14), undergraduate students (n = 9), and younger workers (n = 2). Three online studies included respondents of varying age. Additionally, five studies were vignette studies in which participants, including students (n = 2), managers (n = 2), and HR personnel (n = 1), were asked to take on the hypothetical position of a recruitment or hiring manager. An overview of participants/data set and research design by study is provided in Table 3 .
Thematic Analysis
The results of the thematic analysis revealed four primary themes: (a) stereotypes and perceptions of older workers, (b) intended behavior toward older workers, (c) reported behaviors toward older workers, and (d) older workers' negotiation of ageism. An overview of these themes can be seen in Figure 2 .
Stereotypes and perceptions of older workers
This exploration found that stereotypes and perceptions of older workers were a major theme in the literature reviewed. Twenty-six articles explored what stereotypes of older workers exist in the workplace from the perspective of employers, managers, HR professionals, older workers/ adults, younger workers/adults, and students. Stereotypes and perceptions were found to encompass both positive and negative beliefs, but research more commonly reported negative beliefs.
Positive stereotypes and perceptions
Fifteen articles explored positive stereotypes and perceptions of older workers. Consistent with a study by Van Dalen, Henkens, and Schippers (2010) , older workers across several studies were often viewed more positively in terms of "soft skills," a term referring to elements of job performance, such as social skills and reliability, basic to various forms of work rather than being job specific (Van Dalen et al., 2010) . Reliability was the most commonly identified soft skill. A cross-sectional survey of managers from four European countries found that older workers were viewed as more reliable than those 35 years or younger (Van Dalen, Henkens, & Schippers, 2009) . Similarly, 81% of Australian nursing recruiters rated older nurses as more reliable than younger nurses (Gringart et al., 2012) . Seven other studies cited reliability as a characteristic of older workers according to managers, younger workers, and older workers (Bal et al., 2011; Finkelstein, Ryan, & King, 2013; Karpinska, Henkens, & Schippers, 2013; Porcellato, Carmichael, Hulme, Ingham, & Prashar, 2010; Richardson, Webb, Webber, & Smith, 2013; Sharit, Czaja, Hernandez, & Nair, 2009; Van Dalen et al., 2010) . Experience and knowledge from past work and life experiences, and a strong work ethic were also noted as beneficial attributes of older workers according to various types of informants (Finkelstein, Ryan, et al., 2013; Fuertes, Egdell, & McQuaid, 2013; Kluge & Krings, 2008; Loretto & White, 2006; Sharit et al., 2009) . Within five studies, it was found that older workers were perceived to possess stronger social and interpersonal skills than younger counterparts according to employees of all ages, managers, and HR personnel Loretto & White, 2006; Richardson et al., 2013; Van Dalen et al., 2009 .
Commitment and/or loyalty to an organization was identified as the second most common attribute of older workers. Specifically, 76% of older and younger employees surveyed in a study by Kluge and Krings (2008) stated that older workers are more loyal to organizations than younger workers. Similar results were found by Finkelstein, Ryan, and colleagues (2013), Loretto and White (2006) , Karpinska and colleagues (2013) , McCann and Keaton (2013) , and Van Dalen and colleagues (2009, 2010) .
Two studies by Kluge and Krings (2008) and Shiu, Hassan, and Parry (2015) found that older workers were generally rated as warmer workers (e.g., friendly, empathetic, kind) than younger workers. Finally, although Van Dalen and colleagues (2010) found that increasing respondent age was related to positive perceptions of productivity of older workers, a cross-sectional survey by Truxillo, McCune, Bertolino, and Fraccaroli (2012) found that respondent age had no moderating effect on such perceptions.
Negative stereotypes and perceptions
Twenty-three studies identified negative stereotypes and perceptions of older workers. With respect to performance and productivity, respondents in studies by Krings, Sczesny, and Kluge (2011) and Shiu and colleagues (2015) viewed older workers as less competent and as having decreased performance capacity. Loretto and White (2006) found that more than 50% of employers thought that performance decreased after age of 50 years. In the study by Van Dalen and colleagues (2009) investigating cultural differences in stereotypes held by employers in four European countries, it was found that employers in the Netherlands had more negative perceptions of older workers' productivity than in Greece, Spain, or Great Britain. Additionally, results indicate that Dutch employers did not consider older workers to be a valuable asset in resolving future labor market shortages. Unemployed older workers interviewed by Berger (2009) perceived that older workers are viewed by Note: n/a = not applicable. employers as poor investments. Contrary to Truxillo and colleagues (2012) who reported that age of students did not moderate perceptions of older workers, Van Dalen and colleagues (2010) found that the younger the respondent the more negative the perception of older worker's productivity, with employers younger than 35 years appearing to have the poorest opinion of older workers' productivity.
Beliefs related to decreased performance were linked with a variety of negative stereotypes. For instance, decreased capacity to use new technology was a belief identified in eight articles (Finkelstein, Ryan, et al., 2013; Fuertes et al., 2013; Karpinska et al., 2013; McCann & Keaton, 2013; Ruggs, Hebl, Walker, & Fa-Kaji, 2014; Sharit et al., 2009; Van Dalen et al., 2009 . Managers' perception of limited physical and mental capacity to perform at work was also identified in a number of studies (Finkelstein, Ryan, et al., 2013; Fuertes et al., 2013; Gaillard & Desmette, 2010; Grima, 2011; Karpinska et al., 2013; Loretto and White, 2006; Maurer, Barbeite, Weiss, & Lippstreu, 2008; McCann & Keaton, 2013; Truxillo et al., 2012; Van Dalen et al., 2010) .
In terms of perceptions of older workers' ability and willingness to take part in training and promotion, the perception expressed by a manager interviewed by Fuertes and colleagues (2013) that "the older [that] workers are, the less keen they are to do training," (p. 282) mirrored other findings. Kluge and Krings (2008) found that 53% of employees of all ages believed older workers are harder to train and 52% believed older workers are less interested in challenging jobs. Nine additional studies cited lack of interest or capacity to train as a stereotype of older workers held by both managers and employees of all ages (Berger, 2009 (Berger, , 2006 Cheung, Kam, & Man-hung Ngan, 2011; Karpinska et al., 2013; Leisink & Knies, 2011; Loretto & White, 2006; Maurer et al., 2008; Van Dalen et al., 2009 .
Several studies pointed to internalization of stereotypes by older workers as a barrier to training (Loretto & White, 2006; Maurer et al., 2008; Porcellato et al., 2010; Yang, 2012) . Using a cross-sectional survey design, Maurer and colleagues (2008) found that the internalization of the belief that older workers lack the ability and desire to develop by older workers was related, in part, to ageist stereotypes held by coworkers and society. In a study conducted in Korea, internalization of the belief that older workers are of less value and thus deserve less pay was illustrated through a quote from a 67-year-old participant who reflected on his feelings toward being offered extended working status with a reduced wage once reaching the retirement age: "I don't care much about the money. I was old…I was old indeed [emphasis] . I would be greedy if I asked for the same pay" (Yang, 2012, p. 183) . Negative attitudes toward older workers in relation to adaptability, flexibility, and willingness to change were also found to held by employers (Berger, 2009; Gaillard & Desmette, 2010; Grima, 2011; Gringart et al., 2012; Karpinska et al., 2013; Leisink & Knies, 2011; Loretto & White, 2006; Sharit et al., 2009; Yang, 2012 ). Malinen and Johnston (2013) used a self-report survey to measure explicit attitudes and a reaction-time-based measure of implicit attitudes of university students toward older and younger workers. Results indicated that while the explicit measure did not illuminate a negative bias against older workers, the implicit measure did, pointing to the embedded nature of ageist attitudes toward older workers.
Intended behavior toward older workers
Behavioral intentions refer to an individual's self-rated likelihood of engaging in a specific behavior. The distinction being made between intent and actual behavior is based on whether an article asked people what they think they would do versus recalling what they have done. However, it is acknowledged that the distinction between intent and behavior is a constructed one and that there is likely overlap between them. Twenty-one articles discussed negative and positive behavioral intentions of employers, managers, HR professionals, older workers/adults, younger workers/ adults, and students toward older workers.
Negative intentions
Negative intentions toward older workers were noted in 18 studies in the domains of recruitment/hiring, retirement, training, general treatment, and retention. In the area of recruitment and hiring, employers, managers, and students were found to have negative intentions toward hiring older workers and retirees. Increased applicant age was significantly associated with decreasing intention to hire older workers (Karpinska, Henkens, & Schippers, 2011; Lindner, Graser, & Nosek, 2014; Richardson et al., 2013; Ruggs et al., 2014) . In an experimental survey by Krings and colleagues (2011) , when presented with the resumes of an older and younger worker with equivalent skills, education, and no gaps in work history, 74% of business students and 77% of HR professionals chose the younger candidate for interview. Students in a U.S. cross-sectional survey rated a 52-year-old older worker as significantly less suitable than a 26-year-old worker for hire as a restaurant manager (Fritzsche & Marcus, 2013) . Studies in Scotland and Europe indicated that employer intention to recruit older workers was not their first choice, but only a result of labor market shortages (Loretto & White, 2006; Van Dalen et al., 2009) . Furthermore, in a study by Richardson and colleagues (2013) hypothetical applicants who were identical in all respects except for age received different hiring outcomes. Raters demonstrated lower intentions to hire applicants older than 48 years, although increases in rater age were associated with increases in intention to interview.
With respect to training, older workers reported lower intentions to pursue training opportunities if they had seen older coworkers not participate in training or if they believed coworkers held negative stereotypes of older workers (Gaillard & Desmette, 2010; Maurer et al., 2008) . Lazazzara, Karpinska, and Henkens (2013) noted that HR professionals were significantly less likely to recommend training to update daily job skills for those aged 50 and older, with a further decrease in support with increasing worker age.
When investigating general treatment toward older workers, Lu (2010) noted that younger employees in China had lower intentions to work with older workers when the employee had negative attitudes toward older people. Similarly, in study by Rupp, Vodanovich, and Credé (2006) using case scenarios, student raters suggested older workers receive more severe recommendations for poor performance than younger workers, including request for resignation, transfer, and demotion.
Several studies found that employers did not have strong intentions to retain older workers. In a cross-sectional survey by Karpinska and colleagues (2013) , managers ranked their desire to retain older workers (aged 59-65 years) for a couple more years as 5.09 on an 11-point scale, one being "retaining very undesirable" and 11 being "retaining very desirable." In Greece, Spain, the Netherlands, and United Kingdom, employers had varying degrees of intention to implement retention measures, ranging from 3% to 57% (Van Dalen et al., 2009 ). However, employers were more likely to retain older workers if they currently employed a greater amount of older workers (Van Dalen et al., 2009) or if they held a more positive view of older workers .
Lastly, it was found that older workers intended to retire at an earlier age when confronted with ageism. White-collar older workers from Belgium who were presented with negative stereotypes about older workers had significantly higher intentions for early retirement than those presented with positive stereotypes of older workers (Gaillard & Desmette, 2010) . Von Hippel, Kalokerinos, and Henry (2013) found that workers aged 50-75 years who thought they were being stereotyped had more negative attitudes toward their jobs and significantly higher intention for retirement than those who did not report threat of stereotyping. Similarly, American older workers who believed that all older workers did not have the ability to develop had stronger beliefs that they should retire (Maurer et al., 2008) . Thorsen and colleagues (2012) noted that ageism, measured by the question: "at your workplace, is there any space for elderly employees?" was only a significant predictor of retirement age for older men, not for older women. Two other studies noted that older workers who perceived ageism in the workplace had stronger intentions for early retirement (Hofstetter & Cohen, 2014; Schermuly, Deller, & Büsch, 2014) .
Positive intentions
Positive intentions were discussed in four articles, with all addressing hiring and training. Loretto and White (2006) and Lu, Kao, and Hsieh (2011) noted neutral to positive intentions to hire older workers amongst Scottish employers and Taiwanese hiring managers, respectively. Nursing recruiters had slightly higher intentions to hire older nurses than younger nurses (Gringart et al., 2012) . Sharit and colleagues (2009) noted that managers identifying suitability for telework preferred older workers, linking this to characteristics of trustworthiness, reliability, ability to work independently, and time-management skills. They also found a greater preference for older workers by managers with more experience (Sharit et al., 2009 ).
Reported behavior toward employment of older workers
A smaller theme related to the occurrence of reported age discriminatory behavior. This generally was measured via self-report questionnaires, with no objective measure of whether or not the behavior occurred. In one study, however, actual responses by businesses to resumes with varying age characteristics, sent in response to advertisements for entry-level positions were measured (Lahey, 2008) . Reported behavior is unique from behavioral intentions in that reported behavior is perceived to have occurred, and is therefore closer on the behavioral continuum to actual behavioral practices.
Negative reported behavior
Twelve articles found reports of age discriminatory behavior, covering the domains of recruitment/hiring, training, advancement, general treatment, retention, and retirement. In recruitment and hiring, a meta-analysis by Bal and colleagues (2011) showed age negatively affected selection for older workers. In qualitative studies, older workers reported being targets of perceived age discriminatory practices, including being screened out during the resume review and interviewing stages (Berger, 2009; Porcellato et al., 2010) . A Hong Kong cross-sectional survey found that both employers and older workers reported employer refusal to hire older workers, though the older workers reported greater levels of hiring discrimination than the employers (Cheung et al., 2011) . Fuertes and colleagues (2013) noted that small to medium enterprise employers reported employing few older workers in the environmental services and hospitality industries. Additionally, these employers reported using employment and recruitment tactics, such as Internet advertisements and word of mouth, which, according to the study researchers, are examples of tactics that limit the access of older workers. In an experimental study by Lahey (2008) , it was found that in comparison with resumes that represented women aged 50 and older, resumes that represented women younger than 50 years were between 42% and 46% more likely to receive an interview offer in two American cities.
In the domain of training, managers and older workers reported decreased access to, and support for, training for older workers as compared with younger workers (Grima, 2011) . Managers and older workers in Italy reported that after workers turned 50 years old, HR professionals were significantly less likely to recommend daily job skills training . In a meta-analysis on age in the workplace, increased age was correlated with moderate reductions in advancement and promotion (Bal et al., 2011) .
Older workers, employers, and managers also reported perceived age discrimination in promotion (Cheung et al., 2011; De Guzman, Amrad, Araullo, & Cheung, 2014) . A qualitative study from France noted differentials in reported promotion patterns, with younger workers being promoted in positions requiring higher levels of skill whereas older workers were promoted in lower-skilled areas (Grima, 2011) . James, McKechnie, Swanberg, and Besen (2013) reported that increased age discrimination, expressed through perceptions that older workers are not fit for promotion, was correlated with decreased employee engagement amongst older workers.
Data showed negative general treatment of older workers, in relation to negative effect on general evaluations (Bal et al., 2011) , assignment of jobs others do not want (Chou & Choi, 2011) , preference of younger workers for valuable assignments (Grima, 2011) , and decreased likelihood of receiving a bonus (Kluge & Krings, 2008) . Chou and Choi (2011) noted that older workers who reported greater supervisor support also reported less age discrimination, though age discrimination varied by gender and wage. Specifically, men and those receiving mid-range salaries reported greater age discrimination.
Finally, two studies addressed decreased retention and forced retirement. Results of a cross-sectional survey in China revealed that older workers were laid off on the basis of age (Cheung et al., 2011) . Yang (2012) outlined that retirees reported pressure to retire early, from both managers and younger workers. They also reported unfair treatment at the workplace, such as decreased pay and benefits, if they were still working after typical retirement age of 60 years old.
Positive reported behavior
One study by Leisink and Knies (2011) reported positive behavior in the domain of training. Frontline HR managers in the Netherlands, who expressed moderate support of older worker career development and willingness to coach older workers, reported stimulating older worker personal development. This kind of manager support was positively correlated to managers' perceptions of older worker competence.
Older workers' negotiations of ageism
The final theme addresses strategies older workers used to manage anticipated or experienced ageism in the workplace or during the employment process. Further divided into subthemes, this negotiation of ageism was found to be either within the person (i.e., thoughts, plans, and identities) or carried out externally by tangible strategies. A total of four qualitative studies examined older workers' adjustment, management, and negotiation of age discrimination (Berger, 2006 (Berger, , 2009 Grima, 2011; Yang, 2012) .
Internal negotiation
Older workers were found to participate in a number of internal negotiation strategies to reframe ageism. Through semistructured qualitative interviews, Berger (2006) found that older workers worked to redefine themselves by reframing their identity. For example, unemployed older workers identified as "semiretired" instead of "unemployed." Grima (2011) revealed that aging employees who had job security and felt they had experienced a successful career thus far described learning to live with the discrimination and accepting that the best years of their professional life were behind them. Such individuals framed themselves as no longer interested in promotions and career development, often taking on the role of "standing back" in which they remained committed to their work but adopted a passive acceptance of age discrimination to reduce or regulate negative emotions. Yang (2012) found that individuals working in bridge employment or those who were permanent retirees adjusted to ageism by reconciling and changing job expectations, by passively complaining, and by disengaging from work all together. Berger (2009) additionally found that older adults in the job search process would change their employment goals or job status expectations to mitigate perceived or real incidences of discrimination.
External strategies
Older workers also participated in external strategies to counter age discrimination. Berger (2009) found that older adults attempted to counteract discrimination in the job search process by participating in skill development and training or changing the geographic location for their job searches. They also attempted to conceal age-related information within their resumes, such as excluding graduation dates, and attempted to improve appearances and ways they communicated in order to appear younger. Grima (2011) found that individuals who had aspirations to move up the hierarchical standings of an organization "faced up to events" by outwardly challenging age discrimination they experienced, often bringing them in conflict with senior managers. Finally, Yang (2012) and Berger (2006) found that older adults may attempt to maintain their work roles and identity through volunteering.
Discussion
This scoping review sought to understand the key foci and findings of existing research on ageism and older workers, as well as identify knowledge gaps. Although a systematic scoping review approach was used and research done from various disciplines was included, it is acknowledged that the selection of particular databases as well as the exclusion of articles not published in English and gray literature set boundaries on the review. A key challenge faced in delimiting the textual sample was that articles were inconsistent in defining older workers, sometimes creating difficulties in ascertaining if an article met the inclusion criteria of defining older workers as aged 50 or older. As well, although scoping review methodology enabled us to address our research objectives via a systematic mapping of the volume, nature, and key findings of the research included, it does not involve aggregating the literature and evaluating its quality so as to obtain a relative weighting of the strength of particular findings (Arksey & O'Malley, 2005) .
Main themes representing foci of research addressed older worker stereotypes and perceptions, behavioral intentions, and self-reported discriminatory behavior. A substantially smaller amount of literature represented older workers' lived experiences and negotiation of ageism in the workplace. Overall, the body of research reviewed provides a foundational evidence base for the contention that ageist stereotypes and perceptions about older workers present barriers to maintaining and attaining employment. At the same time, further research that extends beyond measures of perceptions of aging workers and intended behaviors toward such workers is required to more fully understand how ageism operates as a barrier. Moreover, additional research aimed at understanding how aging workers, and other actors within workplaces, attempt to negotiate ageism can help elucidate potential strategies to support older workers in attaining and maintaining meaningful, secure employment. Finally, most studies were conducted in Europe or North America. Although there appeared to be many similar findings from the smaller number of studies conducted in Asian and Australian contexts, further crossnational comparative studies are required to better understand similarities and differences across geographic and political contexts.
Relating these research foci to a tripartite conceptualization of ageism, cognitive and affective components, as discussed in Bal and colleagues (201l) , were well represented in the findings. Although studies did find that positive stereotypes and perceptions existed, it is concerning that there were substantially more findings addressing negative stereotypes and perceptions. Thus, this body of evidence supports the contention ageism does exist in terms of negative beliefs, attitudes, and feelings held by employers, managers, HR professionals, younger workers/adults, students, and, sometimes, older workers themselves.
Findings regarding behavioral intentions toward employment of older workers further raise concerns regarding the implications of negative stereotypes and perceptions. Overall, negative intentions were more prominent than positive and were found to be negative in many domains of employment, such as hiring, training, and retirement decisions. However, the studies that examined behavioral intentions often used hypothetical questions and situations; for example, using fictional vignettes as a basis for workplace hiring and training decisions. Thus, some caution is warranted in interpreting these findings given that intended behaviors may not be congruent with actual behavior. As well, due to sampling convenience and access, some studies used populations of university students who may have had limited or no work experience with older workers, thereby limiting the potential insight these study's results provide into the actual implications of ageism in workplaces.
At the same time, although smaller in number, studies addressing reported behavioral practices in relation to older workers revealed discriminatory practices in relation to recruitment, hiring, training, advancement, general treatment, and retention. Indeed, only one of the 43 studies reviewed reported results indicating positive reported behavior by managers in relation to supporting training of older workers (Leisink & Knies, 2011) . Again, caution is warranted given that most of these studies relied on self-report questionnaires, and social desirability bias may have lowered rates of reported discriminatory behaviors (Krumpal, 2013) . Given that discrimination based on age is legally prohibited in many countries, self-reported data may not provide an accurate reflection of actual discriminatory practices given that legal frameworks may further reduce reporting of actual behaviors. Moreover, the taken-for-granted, implicit nature of some ageist practices may mean that individuals may neither perceive nor report their behavior as ageist or discriminatory (Malinen & Johnston, 2013) .
To add to the foundational evidence regarding ageism reviewed in this article, there is a need for research that more comprehensively attends to the implications of ageism, the interactions of ageism with other forms of discrimination, and actual behaviors in the contexts of hiring practices and workplaces. Such research needs to extend beyond the current predominant use of retrospective cross-sectional surveys. For example, future research should involve observational studies of behaviors within workplaces, the collection of statistical data regarding interview candidate selection and hiring in relation to age of applicant pools in organizations over time, and longitudinal studies of older workers in workplaces to examine how work relations and practices change as workers age in context. To move forward in such directions, it will be necessary to attend to barriers that may prevent workplaces from being open to observational and other forms of research, such as concerns regarding privacy and revelations of discriminatory practices. Methodological literature attending to collaborative ethnographic approaches and examples of work-based observational research can provide strategies for negotiating entry, data collection, and "blinding" of findings (Embrick, Walther, & Wickens, 2007; Lassiter, 2005; Tope, Chamberlain, Crowley, & Hodson, 2005) . Such research could attend to individual, social, and institutional implications of ageism, as well as examine how age intersects with other dimensions, such as gender and ethnicity, resulting in differential experiences and implications (Burr & Mutchler, 2007; Marcus & Fritzsche, 2015) .
Although only a small number of qualitative studies addressed the final theme of older workers' negotiation of ageism, this line of research has begun to highlight the active ways that older workers attempt to deal with ageism within hiring and employment contexts. Further exploration of internal and external approaches to managing ageism not just by older workers, but also by managers, HR professionals, and other workers can help to illuminate the complex ways ageism unfolds in the context of work and provide insight into potential strategies that can be used to act against it. In turn, such research can generate insights that can inform programs aimed at assisting older workers who aim to maintain or attain employment. Such research can also inform educational programs for managers, HR professionals, and all workers aimed at combating ageist beliefs, attitudes, and practices. Participatory action research approaches (Blair & Minkler, 2009 ) involving older workers and other key stakeholders could be employed to identify key barriers in particular contexts, as well as collaboratively generate and implement action strategies to counteract such barriers.
It is evident that there is a need for programs, in employment support services working with older unemployed individuals and in work organizations, which address ageism (Chou & Choi, 2011; Finkelstein, Roher, & Owusu, 2013; Gringart et al., 2012; Levy, 2016; Kluge & Krings, 2008) . In addition to drawing on existing evidence summarized in this review and learning from other programs in place such as Age Smart (Finkelstein, Roher et al., 2013) , workplace interventions and antiageist educational and advocacy programs can draw on research that challenges ageist assumptions regarding older workers' capacities and capabilities. For example, Posthuma and Campion (2009) reviewed 24 studies that examined actual performance changes for older workers and found that little empirical evidence to suggest that job performance declines with age. In fact, they found that overall job performance, defined to encompass ability, motivation, and productivity, tended to improve with age, and when declines in performance occurred, they tended to be small. The results of this review also highlight that programs and practices, as well as governmental and organizational policies, need to extend beyond addressing explicit practices of discrimination, to raise awareness among various types of stakeholders regarding implicit, taken-for-granted and seemingly mundane ways that discrimination and marginalization of older workers can occur (Duncan, 2003) .
In conclusion, although governments in many nations have enacted antiage discrimination policies and are promoting extended work lives, ageism presents a barrier to attaining and maintaining satisfactory work. Given that older workers may have varying resources and abilities to counteract ageism on an individual basis, based on conditions such as age, socioeconomic status, or gender (Laliberte Rudman & Molke, 2009; Marcus & Fritzsche, 2015) , it is vital that various stakeholders are involved in addressing ageism. Although research has begun to highlight how age discrimination affects hiring, training, promotion, and other aspects of later work life, further research employing longitudinal designs, observational studies in actual workplaces, qualitative approaches, and participatory action research is required to advance knowledge and inform policy and practice approaches aimed at creating age inclusive policies and workplaces.
